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Resumo 
The objective of the article is to identify traits or characteristics of the female management of startups’ 
entrepreneurs. Thus, the study is characterized as qualitative, descriptive and multiple cases, in which 
data collection took place through semi-structured interviews with two entrepreneurs from Itajubá 
(MG) startups. The criteria of representativeness, availability and minimum working time were 
established for choosing the participants. The content analysis was carried out through the categories: 
female trajectory, leadership and barriers. The main results about female management are associated 
with the female trajectory, especially by childhood, family support and professional career; leadership 
characteristics of respect, equality, democracy and participation leading to transformational leadership; 
and challenges for the entrepreneurship practice such as discrimination, harassment and reconciliation 
between professional, personal and intimate life. The main contributions of the article are the 
leadership characteristics adopted by the respondents, which, even facing to past and current 
challenges, they manage based on respect, trust and mutual growth. The main originality of this paper 
is the analysis of female management based on the relations of the trajectories and leadership of 
women, as well as research in the field of entrepreneurial startups, an aspect not yet portrayed in the 
literature. 
Palavras-chaves: Female management. Female Entrepreneurship. Women’s Leadership. Startup. 
 
Abstract 
O objetivo do artigo é identificar o modelo de gestão feminina de empreendedoras de startups. Dessa 
forma, o estudo se caracteriza como qualitativo, descritivo e de múltiplos casos, em que a coleta de 
dados se deu por meio entrevistas semiestruturada com duas empreendedoras de startups da cidade de 
Itajubá (MG). Para escolha das sujeitas estabeleceu-se os critérios de representatividade, 
disponibilidade e tempo mínimo de atuação. Já a análise se deu por meio da análise de conteúdo por 
meio de categorias de trajetória feminina, liderança e barreiras. Os principais resultados sobre a gestão 
feminina estão associados com a trajetória feminina, especialmente pela infância, apoio familiar e 
percurso profissional; características de liderança de respeito, igualdade, democracia e participação 
acarretando a liderança transformacional; e desafios para a prática do empreendedorismo como 
discriminação, assédio e conciliação entre a vida profissional, pessoal e íntima. Como principais 
contribuições do artigo estão as características de liderança adotadas pelas pesquisadas, que, mesmo 
diante de desafios passados e atuais, gerenciam com base no respeito, na confiança e no crescimento 
mútuo. A principal originalidade do trabalho está na análise da gestão feminina pautados nas relações 
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das trajetórias e liderança das mulheres, bem como a investigação no campo de empreendedoras de 
startups, aspecto não retratado ainda na literatura. 
Keywords: Gestão Feminina. Empreendedorismo Feminino. Liderança Feminina. Startup. 
Introduction 
The discussion about the role of women has gained notoriety since the last few 
decades, and has been mainly based on the struggle for her social insertion and participation 
in the business world (Baniski, Martins, Maier & Steiner Neto, 2016). One of the objectives 
of this struggle is to change the “housewife” stereotype attributed to women with professional 
career prospects, especially in so-called male positions (Barbosa, Carvalho, Simões & 
Teixeira, 2011).  
The insertion of women in the job market is no longer just a financial complement, in 
the family sphere, but also the vocational exercise, based on professional training and 
personal fulfillment (Penãloza, Diógenes & Sousa, 2008). At the same time, it has 
significantly contributed for economic growth and social welfare (Kelley, Baumer, Brush, 
Mahdavi & Majbouri, 2017).  
In the same sense, according to data from the Profile of Civil Society Organizations in 
Brazil, from the Institute of Applied Economic Research (IPEA), women have been the 
majority of people employed in organizations, however, they are still in social activities 
linked to their gender, such as the office assistant, nursing and similar positions, receptionists 
and other jobs (IPEA, 2018). 
These data indicate that there is still a gap regarding the women occupation, especially 
in leadership positions (Owen, 2013). Likewise, when considering their performance as 
entrepreneurs, it is observed that this field is still under masculine domination (Sánches-
Escobedo, Díaz-Casero, Díaz-Aunión & Heenández-Mogollón, 2014; Dieleo & Pereiro, 2018; 
Wu, Li & Zhang, 2019); although women manage to create businesses in the same proportion 
as men, even in contexts of extreme difficulties (GEM, 2017). 
Thus, in addition to understanding the traits or characteristics of female management, 
it is also beneficial to understand the leadership style of women, especially when considering 
that, in their business activities, they continue to be hampered by socially imposed barriers 
and restrictions (Wu, Li & Zhang, 2019). Therefore, it is argued that due to gender 
difficulties, women’s management and leadership have peculiar characteristics that interfere 
in their relations and in the organization in which they are inserted. For the purposes of this 
paper, the term gender is considered not only as a characteristic, but as the value system that 
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divides people into different categories, in a non-overlapping way, even with the natural 
variability of particular characteristics (Hess & Ferree, 1987, p.16). 
Hence, the objective of this research is to identify traits or characteristics of the female 
management of startups’ entrepreneurs. The specific objectives are: (i) to identify the 
trajectory of women until their arrival to the project; (ii) to identify the leadership style and 
characteristics of the entrepreneurs; and (iii) to present the barriers and limitations of 
performance. 
This research is justified because it understands that female management and 
leadership is a theme that has constantly evolved, but stereotypes and a vision linked to male 
characteristics still prevail (Mukhtar, 2002; Hamilton, 2006; Millman & Martin, 2007; Moller 
& Gomes, 2010), even if there is evolution about the subject, “little is known specifically 
about female entrepreneurship” (Aidis, Welter, Smallbone, & Isakova, 2007, p. 158). Most 
studies have been published in North America, making it necessary to understand it in the 
context of developing countries (Sharif, 2018). Moreover, many researches are linked to large 
corporations, then, it is necessary to understand these variables also in small and medium 
companies and startups (Mukhtar, 2002). 
Finally, in addition to this introduction, this paper presents four more sections. Thus, 
the next section addresses the theoretical framework based on female entrepreneurship, 
management and leadership. Subsequently, the research methods and procedures are 
described, presenting the characterization of the respondents. The third section presents the 
results, as well as the analyzes and discussions. Lastly, the final considerations are made 
followed by the references. 
Theoretical Framework 
The theoretical framework is divided into three parts, in which the first portrays the 
trajectory of women until the arrival of female entrepreneurship, the second part addresses 
female management and, finally, the last part portrays leadership. 
2.1 Trajectory: from home to female entrepreneurship 
For decades, women have struggled to gain more space in society, especially in the 
labor market. According to the Market and Unemployment survey, prepared by the Inter-
Union Department of Statistics and Socioeconomic Studies (DIEESE) carried out in 2017 and 
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published in 2018, the presence of women in the labor market has been intensified over time, 
despite the reduction of these changes because of recent crisis. However, even over the years 
it is still necessary to review the situations faced by women, such as those related to the 
gender inequality, justified by a biological argument for a long time (Amorim & Batista, 
2012) and their difficulties in reconciliation between personal and professional life. 
The sexist thinking, based on the belief that only women should be responsible for 
domestic work, was refuted by woman, allowing them to conquer more space in the labor 
market (Cappelle, Brito, Melo & Vasconcelos, 2007). However, this event was marked by 
difficulties and obstacles, mainly in the primary and secondary sectors. Characteristics such as 
sensitivity, empathy, willingness to help and commitment (Amorim & Batista, 2012) opened 
space for women to entrepreneur in the service sector. Though, in activities related to the 
industrial production process and its inputs, a certain resistance is perceived, which can also 
be extended to other spaces: 
This resistance occurs both in the workplace and in the family, and needs to be gradually reduced 
or suppressed, as it is a process in constant movement, which involves the transformation of social 
representations and cultural aspects previously established (Cramer, Cappelle, Andrade, & Brito, 
2012, p. 66).  
Only from the 1940s, the woman did subtly begin to extricate herself from the sexist 
culture, questioning her position, role, identity and her supposed fragility. However, they 
entered the job market with an almost exclusive role in the profession of primary teacher 
(Kanan, 2000); which, in turn, actually represents an extension of the woman’s family role 
(Caetano & Neves, 2011). 
After the Second World War, numerous factors contributed to the emancipation of 
women and the creation of a new role in society. It has influenced women from all over the 
world through literature and cinema. A few years later, the patriarchal model began to show 
weaknesses, favoring so that women could enter the labor market in a more participatory way, 
even if they were unable to impose themselves as they wished (Couto, 2013).  
In Brazil, the 1970s manifested the entry of women into the labor market more 
precisely (Amorim & Batista, 2012). However, some research show that the movement of 
women from home towards this job market has created many problems and challenges: the 
reconciliation of multiple roles (Alperstedt, Ferreira & Serafim, 2014); difficulties in 
accessing credit or financial difficulties in starting their business (Boden Jr. & Nucci, 2000; 
Jonathan, 2003; Regina, 2005; Dutta & Mallick, 2010; Field, Jayachandran, & Pande, 2010). 
Many of the elements, considered as the problems’ originators faced by women in the 
labor market, represent an image of a historical institutional condition. Institutions, especially 
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formal ones, do not only influence the limits for the development of female entrepreneurship, 
but also the types of companies in which women are engaged (Aidis et al., 2007). 
Discrimination against women and their potential is often the result of gender beliefs, which 
affects not only the probability of becoming an entrepreneur, but also the non-pecuniary 
benefits of these activities (Minniti & Naudé, 2010).  
2.2 Female Management  
Studies have pointed out the lack of research on gender-related management 
characteristics, especially in small companies, and recent research on this topic still remains 
inconclusive (Mukhtar, 2002; Ahern & Dittmar, 2012; Reinert, Florian & Winnefeld, 2016). 
Thus, most works on management do not present the separation between the male and 
female genders, attributing them the same characteristics. However, researchers have shown 
that individuals of different genders differ in behavior in certain socio-cultural contexts 
(Hofstede, 1998; Idris, 2008; Souza, Melo & Oliveira, 2010). In the business field this is 
noticeable, especially when female leaders develop different organizational strategies and 
structures from their male counterparts (Mukhtar, 2002). 
Regarding the characteristics of the female management model, some aspects can be 
pointed out in the international literature. The study by Rozier and Hersh-Cochran (1996) 
pointed out that female management has a more participatory style, as opposed to male. 
According to the authors, participatory management focuses on the participation of others in 
decision making. In addition to this characteristic, Mukhtar (2002) points out, based on other 
authors, some observable factors in women, which are: greater understanding, team building, 
interpersonal skills, democracy, communicability and negotiation of strategic partnerships. 
The study by Bear, Rahman and Post (2010) showed that female representation can improve 
the company’s reputation and, consequently, strengthen the performance of companies 
through the positive association of the women image with customers. Finally, the study by 
Abdul Rashid (1995) showed that they are more educated in their social relationships, as well 
as they value interpersonal relationships, while men focus on controlling activities. 
In the Brazilian context, Machado’s research (2002) pointed out that women’s 
management tends to be clearer and more widespread in the organization, aiming to satisfy 
those involved. Silveira and Gouvêa (2008) show that their decision-making process is more 
detailed and aims at the long term, in a participatory way. Finally, the investigation by 
Barbosa et al. (2011) studied the female management of entrepreneurs and reported that they 
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were more respectful to others, showing themselves concerned with the quality of products 
and services and with customer satisfaction. 
Finally, it is salutary to point out that the emergence of female management, especially 
the entrepreneurial one, is associated to the trajectory of women, as well as the barriers they 
have been suffering in their careers. In this way, evidence can be observed demonstrating that 
dissatisfaction within the organizational career is one of the factors that lead women to 
entrepreneurship (Mukhtar, 2002). Among the justifications for their dissatisfaction is the 
machismo rooted in the management hierarchies, which reflects in the gender structures of 
society, causing women to suffer resistance from men for professional advancement 
(Parkinson, Duncan & Archer, 2017). In addition, the various invisible, but permanent, 
barriers to women’s performance in the organizational and entrepreneurial field also 
contribute to this dissatisfaction (Diehl & Dzubinski, 2016). 
2.3 Female Leadership 
The literature about leadership has shown that its definition is polysemic and difficult 
to construct because the term does not encompass all its representations (Ferreira & 
Rodrigues, 2013). Nevertheless, it is widely accepted that leadership involves a behavioral 
process in which an individual seeks to influence other individuals or groups (Northhouse, 
2012; Sharif, 2018). 
Thus, the leadership study has covered different levels of organizational analysis such 
as individuals (micro), teams (meso) and organizations (macro) (Fonseca, Porto & Borges-
Andrade, 2015). Besides, other studies have pointed out that leadership is identified and 
clarified within personal, organizational and cultural contexts (Cole, 2005; Howell & Costley, 
2006); which, in other words, represents that the leader’s behavior occurs through influences 
from the environment, values, personal aspects such as preferences, skills and experiences and 
by gender (Wang, Courtright & Colbert, 2011; Guay, 2013). 
Also, about leader’s behaviors, Motta (2004) points out that the act of leading involves 
inter and intrapersonal skills such as self-knowledge, communication, expression and courage 
regard to future. Therefore, attitudes such as confidence, boldness and flexibility are required 
(Motta, 2004) for the most diverse situations. However, Cunha and Spanhol (2014) emphasize 
that the performance of leadership does not require rare skills, but skills that can be acquired 
through experiences and teachings. 
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As for female leadership, it has shown particular skills and competences. Millman and 
Martin (2007) pointed out that, additionally to characteristics as confidence and motivation, 
women have developed the ability to reconcile and manage their home and work activities. 
Moreover, research by Ryan, Haslam, Morgenroth, Rink, Stoker and Peters (2016) and 
Parkinson et al. (2017) stated that women perform better than men in crisis and uncertainty 
situations. 
Loden (1988), when observing some women in leadership conditions, managed to 
present some specific attributes of leadership, such as: (i) perception ability, which means 
understanding the others’ situation, feelings or reactions, in addition to capturing non-verbal 
cues; (ii) the ability to listen, that is, patience and attention to what individuals say or ask, 
being able to encourage open discussions or allow them to conclude their thinking without 
interruption; (iii) feeling management, in which they are attuned to the feelings triggered in 
the environment, use them as a method of increasing communication and as a way of 
intergroup interaction; (iv) intimacy/authenticity, that means, the ability to develop a 
harmonious relationship, sharing experienced situations for encouragement, thus considering 
the individual as a whole and not just an employee; (v) positioning, which is the clear and 
direct position focusing on actions, using it to modify unwanted behaviors; and (vi) personal 
impact calculation, translated into the recognition of the impact of their leadership on 
individuals and how their position influences the construction of relationships.  
The results of Sharif’s study (2018) are related to transformational and transactional 
leadership. Thus, transformational leadership is associated to the ability of identifying and 
developing the subordinates’ skills (Bass, 1998). This type of leadership is concerned about 
others, stimulating loyalty, respect, trust and motivation from employees to their leader. The 
leader’s performance is based on advice, guidance, evaluation, facilitation and development 
of the team member (Rafferty & Griffin, 2004; Bass & Raggio, 2006). On the other hand, 
transactional leadership is involved with the practice of leadership guided by rules and norms, 
and based on authority (Caldwell & Dixon, 2010); it is more focused on negotiating 
exchanges and punishments, if performance is lower than expectations (Avolio, Walumbwa & 
Weber, 2009; Fonseca et al., 2015). 
Hence, Sharif (2018) reports that the leaders that were studied in the Qatar Region 
presented predominantly transformational leadership, but in required situations they adapted 
to the transactional leadership style. Then, it is important to emphasize that, as the author 
explains, several other studies have pointed out that female leadership has a greater 
preponderance of being more oriented towards transformational, especially due to the 
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characteristics of greater smoothness in management, showing themselves to be more 
understanding, intuitive, emotional, sensitive, sociable and receptive, among other 
characteristics, and for being concerned with satisfying needs (Mojza, Sonnentag & 
Bornemann, 2011). 
However, Mendell (1997) argues that female leadership is associated with the social 
construction of gender present since childhood. For the author, women’s performance is 
related to the types of toys and style of interaction they obtained as children, since the games 
they played encouraged cooperation and the development of non-competitive skills, such as 
those provided by house games and dolls. In contrast, when using or not physical strength and 
imposing themselves more easily, boys were encouraged to competitive practices and 
reaching goals. 
Finally, it is worth mentioning that the arrival of women to leadership is still rooted in 
expectations of preventing them from taking leadership positions (Owen, 2013). This fact is 
due to: (i) the spread of sexist practices that can be observed in organizational hierarchies, 
which reflect the structure of society, where women are underrepresented in executive 
positions, even though they have education, experience, qualifications and adaptations for 
leadership roles (Diehl & Dzubinski, 2016); and (ii) reinforcement of women, when working 
in organizations dominated by men, in defending and legitimizing gender inequality in their 
organizations, leading to the “queen bee” phenomenon (Derks et al., 2016).  
Methods and Procedures 
In this study, its qualitative focus becomes evident, since the research is observed and 
elaborated in a social environment, in which it is part of a constructed reality, thus emerging 
the construction of knowledge based on the interpretive position, where the researcher and the 
respondent actively participate in the construction of knowledge (Golafshani, 2003; Ollaik & 
Ziller, 2012). In addition, it is characterized as descriptive, since this type of research intends 
to describe and analyze, seeking to investigate the relations of a known phenomenon 
(Richardson, 1989). 
As a research strategy, we used the study of multiple cases, as this research modality 
allows us to go beyond the individual analysis, by analyzing the presented cases. In this way, 
while the individual analyzes determine their own data, the analysis between the cases allows 
the identification of models, providing foundations for the creation of assumptions and the 
elaboration of theories (Branski, Franco & Lima Junior, 2010).  
Revista de Gestão e Secretariado (GeSec), São Paulo, SP, 11(2), maio/ago., 2020, p. 211-234. 
True heroines: unveiling the female management of startups’ entrepreneurs 219 
For data collection, interviews with startups managers were applied. The following 
criteria were used to select the respondents: (i) representativeness, since the interviewees 
should occupy a management position in the companies; (ii) availability, in which the 
interviewees should be willing to participate in the research; and (iii) have been working at 
least for five years in the management position. Thus, two entrepreneurs from different 
organizations were interviewed. 
The interviews of just two women entrepreneurs are justified, considering the social 
and economic relevance of these women’s enterprises. These entrepreneurs were pioneers in 
their respective cities in developing business in their areas (technologies for health and 
energy). Therefore, they needed to conquer their own spaces in these activities, since these 
were predominantly male. This characterizes the social relevance of those investigated, since 
the challenges to position themselves and obtain respect in the market required them to make 
greater efforts in business. Such factor differentiates them from other entrepreneurs, as it is 
considered that the latter, when entering these same markets, have already found an “open 
path” for the development of their enterprises. As an economic relevance, it was considered 
that their enterprises were successful, at the time of the interviews, mainly due to the factors 
of working time in the market, number of employees, professional achievement and, mostly, 
for being perceived as successful women by the other entrepreneurs in the city.  
To conduct the interviews, a script was used, in which the questions were subdivided 
into five blocks: characterization of respondents and companies, childhood and family, 
professional training, characteristics of leadership and, finally, prejudice and feminism. The 
interviews were scheduled and conducted by videoconference. In its execution, the 
researchers explain the objectives of the research, answered any doubts, collected the free and 
informed consent form and requested the recording of the statements. Finally, the narratives 
were transcribed. 
For data analysis, content analysis was used. According to Bardin (2016), content 
analysis is a set of techniques for assessing communications that seeks to systematically 
obtain the description of the content of the messages, allowing the inference of knowledge 
related to the conditions of production/reception of these messages. Therefore, three essential 
stages were developed, namely: pre-analysis, exploration of the material and treatment of the 
results obtained and their interpretation (Minayo, 2000). 
In the first stage, the material was prepared and organized, read and coded. 
Subsequently, in the exploration and treatment stage, the most relevant parts of the narratives 
were located, according to the closed grid previously stipulated. Thus, the construction of the 
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grid was based on some categories, such as female trajectory, leadership and barriers. Finally, 
the selected sections were analyzed. In the following topic, the results and discussions are 
presented. 
Results Analysis 
The collected data were divided into three categories, which are: female trajectory, 
leadership characteristics, challenges in the practice of entrepreneurship. In order to preserve 
the real name of the two respondents and, since the categorization of the interviews allowed 
the identification of important characteristics of each one, the interviewees were coded 
according to Figure 1: 
 
Figure 1. Characterization of Entrepreneurs 
Source: prepared by the authors. 
Each characteristic that allowed the categorization and subsequent coding of the 
entrepreneurs can be observed in the speeches and discussion held in each subsequent topic.  
4.1 Female trajectory: from home to the job market? 
Regarding the female trajectory, three subcategories could be identified: professional 
trajectory, family and childhood. Regarding the first, there are numerous obstacles faced by 
the entrepreneurs, especially in the beginning and in the search for independence: 
[...] the fact that I am a woman was complicated within the company and business, I had problems 
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It can be seen that even with countless changes in society, sexist and patriarchal 
thinking still prevails. “... machismo still remarks relations between men and women today” 
(Santos, Neto, Caieiro, Versiani, & Martins, 2016, p. 139). 
[...] what I have felt throughout my professional life is that men have a little difficulty in being 
below women, in lower positions than women [...] [SUPER GIRL]. 
Women struggle against the devaluation of their work, the macho culture and 
prejudice; conquering space and fighting for equality (Silva & Santos, 2018). In this respect, 
the role of the family, the freedom and trust established in these bonds makes all the 
difference: 
[...] they supported me [my parents] in studying and doing what I liked, leaving me free for what I 
wanted to do and they didn’t put their wishes above to me, encouraging me to create the company 
and this support is what influenced me to be courageous and to be able to develop what I have 
done so far [...] [WOMAN WONDERFUL]. 
Associated with family aspects, childhood can also prove to be a precursor to activities 
intended to creating an enterprise. Stimulating competitiveness, creativity and leadership can 
corroborate this process. For Ferreira and Nogueira (2013), entrepreneurship appears as a 
characteristic that is constituted in this phase. 
I played more with boys than girls, but most games were street games, dodgeball, soccer, ball [...] 
and I was always competitive, I wanted to win every game, any game [...] [WONDER WOMAN]. 
However, it is clear that competition and the will to win (in childhood) was also 
related to the perception of the importance of collaboration and the concern for the collective. 
[...] they were games that everyone could adapt and play together [...], that is, I looked for games 
where everyone could participate [WONDER WOMAN]. 
Therefore, the illustrative fragments point out that the competitive behaviors were also 
absorbed by the interviewees, contrary to what was exposed by Mendel (1997), that the 
female leadership usually does not have influences from the competitive activities from 
childhood. Below, more aspects about the leadership of the interviewees are presented.  
4.2 Entrepreneurial characteristics: how do women lead? 
Regarding the leadership way, respect and equality are central elements for the 
interviewees: 
[...] I always treated people with a lot of respect, I never put myself as the owner of the company 
or as a boss [...] [SUPER GIRL]. 
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At the same time, there is a strong concern with internal and external relationships, 
which is also confirmed by Jonathan (2003); Jonathan (2011). It is a more democratic and 
participative way of leading (Schiavani, Dias & Oliveira, 2017), a transformational form of 
leadership (Alimo-Metcalfe, 2010).  
[...] if I have an employee there, next to me, he already knows exactly what he needs to do, so, and 
I need to trust what he will deliver to me, and if someone doesn’t know something for me it’s not a 
problem, they need to be free to come and ask, ask for help [...] [WONDERFUL WOMAN]. 
[...] I always tried to treat everyone with a lot of respect, I never put myself as a leader or boss of 
the company, I ended up equaling myself to everyone and once they called my attention for that, 
but I always believed that. I believed that if I had to be on top pulling people, but equal, they 
would look at me with equality and I would be able to make it easier for them to talk to me [...] 
[SUPER GIRL]. 
Concomitantly with the managerial activity and the leadership role, women need to 
deal with several conflicts. This process requires them to balance reason and emotional 
intelligence; which is associated with the ability to discover, create and explore new 
opportunities (Rhee & White, 2007) and also with the business performance (Oriarewo, 
Ofobruku & Tor, 2019): 
 [...] I think I actually have more conflict with my husband than with my employees, because when 
we have to discuss something, we take it personally [...] [WONDERFUL WOMAN]. 
Aspects related to behavior and good mood can assist in this process. Positive attitudes 
and behaviors, as well as interpersonal relationships and satisfaction, are important elements 
for performance in the workplace (Oriarewo, Ofobruku & Tor, 2019): 
I always tried, in fact, to keep my mood. I always talked to people: ‘Nobody works well if 
stressed’. So, my concern was that I was fine, but everyone was also fine [...] [SUPER GIRL]. 
In addition, the interviewees affirm that the feeling of equality, cooperation and trust 
are also essential for the good performance of the enterprise. 
[...] I always believed that if I were in the lead, pulling the people more equally, they would look at 
me as an equal, having a good relationship and performance [...] [SUPER GIRL]. 
[...] if I have an employee with me, I need to trust what he needs to do, they need to be free to 
come and talk to me, I gave this freedom that my parents taught me to my employees […]. […] 
Being a leader means knowing how to work together with the team, rather than knowing how to 
command is knowing how to bring your team to you and make it develop in the best possible way 
with you. And trusting each other. [WONDER WOMAN]. 
As a consequence, it is possible to verify that leaders value the autonomy of 
employees, which results in a harmonious, pleasant and full of freedom and confidence work 
environment, characteristic of transformative leadership. 
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4.3 Challenges in the practice of female entrepreneurship: prejudice, sexism and 
harassment 
Finally, among the challenges faced by women in the daily practice of 
entrepreneurship, there is an emphasis on prejudice, also verified by Cramer et al., 2012, in 
addition to sexist attitudes and harassment. Situations that reveal these problems occur more 
indirectly, as can be seen: 
 [...] it never happened that he [former partner] had spoken directly, but I think that, indirectly, it 
happened a little [...]. In meetings, for example, when I was in charge of it, I felt that there was 
some discrimination from the partner when they realized that the person who would lead the 
discussions was a woman. [SUPER GIRL]. 
[...] he [former partner] thought I was there because I was the business owner’s wife. [WONDER 
WOMAN]. 
Associated with the extreme negative attitude towards women is harassment, which 
according to Dias (2008) represents a form of violence and discrimination: 
 [...] at my first job, we always went with more discreet pants, and on a Friday, I went with jeans, 
because according to the other employees, on Friday it was a free day for clothes. And on this day, 
a gentleman, he taught me the service, he turned to me and said: ‘You look better in jeans’. I was 
on my back, I didn’t even turn around, I took a deep breath, I waited for him to get away, I called 
my boss and said I wanted to set up a meeting with him, in the presence of his wife, because with 
the presence of his wife the chances of the chief defends the man who harassed me were minors. 
But I reported what happened and quit the job [...] [SUPER GIRL]. 
Another recurring challenge is the reconciliation of professional, family and female 
life, as also pointed out by Cramer et al. (2012), Medeiros da Silva, El-Aouar, Pereira da 
Silva, Castro and Sousa (2019): 
And I think it is very difficult to be a woman and reconcile all these things. So, nowadays I see in a 
very different way, a woman who has a company or who managed to entrepreneur in some way. 
Because it takes a lot of work to have a business, it takes a lot of work to entrepreneur. [WONDER 
WOMAN].  
The reports still point out that despite the difficulties, the two interviewees feel 
fulfilled with their lives. Oliveira and Souza Neto (2010) point out that most entrepreneurs 
have a passion for what they do, which enhances the propensity to develop their own 
businesses. 
Discussions: understanding the female management of startup entrepreneurs 
When analyzing the female management of startup entrepreneurs, it was important to 
understand three aspects, which are: the trajectories of entrepreneurial women, the way they 
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deal with their employees, that is, their leadership, and the challenges they had to overcome. 
Therefore, these factors lead to the understanding the female management as the managerial 
behavior of women entrepreneurs (Barbosa, Carvalho, Simões & Teixeira, 2011) and are 
influenced by the respondents’ cultural, social and historical contexts (Hofstede, 1998; Idris, 
2008; Souza, Melo & Oliveira, 2010). 
Thus, data analysis reported that the management of the entrepreneurs was built on the 
values of their family, and these influenced the ways how startups are conducted. This 
becomes evident as the respondents report that the treatment with their subordinates is due to 
the freedom they obtained as children, resulting in a management style based on democracy 
and participation. Thus, according to Gomes (2004) and Oliveria, Souza and Neto (2010), 
female management has peculiar characteristics such as encouraging the participation of 
others, sharing information, sharing power, stimulating and valuing employees, as well as 
motivating them. In addition, understanding and communication (Mukhtar, 2002), satisfaction 
of those involved (Machado, 2002) and respect (Barbosa et al., 2011) are characteristics of the 
female management found in the literature and reinforced by this study.  
Additionally, when considering that the management model is an institutional product 
surrounded by the beliefs and values of its leaders (in the case of managers) (Crozatti, 1998), 
it is clear that the way in which women entrepreneurs operate, that is, the management style, 
is a reflection of their professional experiences and trajectories. This finding is mainly based 
on the verification of the basic value of respect for others as a basis of women’s performance, 
as also found in the work of Barbosa et al. (2011), even after having experienced practices 
such as harassment and sexism. Therefore, these results reaffirm the position of Santos et al. 
(2016, p. 139) in which “... machismo still remarks relations between men and women today”. 
Besides, discrimination and machismo against women are still invisible, but permanent 
barriers (Diehl & Dzubinski, 2016), transcending labor relations and constituting historical-
institutional conditions. In this same sense, there are sexist aspects in the reports about the 
difficulties of reconciling work, home and intimate life, as exposed by Alperstedt, Ferreira & 
Serafim (2014). 
Regarding the other analyzed aspect of female management, the leadership, it was 
found that they have characteristics such as equality, respect, democracy, participation, 
emotional balance and rationality, interpersonal relationships, humor, job satisfaction, trust, 
cooperation and freedom valuation. These characteristics are convergent with the studies 
developed by Motta (2004), Rafferty and Griffin (2004), Bass and Raggio (2006), Millman 
and Martin (2007) and Sharif (2018). It can also be observed that the female entrepreneurs 
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possessed the skills of managing feelings, intimacy/authenticity, positioning and calculation 
of personal impact, as argued by Loden (1988). 
Based on these characteristics, it is understood that the managerial style of the 
entrepreneurs can be framed as transformational. According to Bass (1998), Rafferty and 
Griffin (2004), Bass and Raggio (2006) and Sharif (2018), transformational leadership refers 
to the ability to identify and develop the skills of subordinates, aiming to stimulate values 
such as loyalty, respect, trust and motivation by leaders, through actions that provide advice, 
guidance, evaluation, facilitation and development of the team. Therefore, such aspects are 
perceived in the performance of the respondents. 
At the same time, the challenges corroborate for some negative aspects in relation to 
management, as women, at times, find themselves hands-on regard to culturally solidified 
issues. In addition to these, aspects related to the management process (common to any type 
of business) are added; which somehow demands more from the female figure. According to 
Medeiros da Silva et al., (2019) competition, defaults, difficulty in obtaining capital and the 
trust of suppliers; reconciling business activities with family members; insecurity and 
prejudice for being a woman; are some of the adversities faced in entrepreneurial 
management. 
The mishaps related to management are also confronted to ideas advocated about the 
social place of women; especially if they enter areas considered to be masculine; which 
impels them to try to hide some characteristics or weaknesses, being afraid to be judged as 
incapable for the business (Alperstedt, Ferreira & Serafim, 2014). Generally speaking, it is 
important to emphasize the weight of the cultural aspect for the type of leadership performed 
by the entrepreneur, as this choice often implies that she must give up her personality or mix 
it to the expected, in order to enhance business. 
Despite this, it is also important to mention that even with the macho culture being 
present in the trajectory of women and in the practices of entrepreneurship, this aspect does 
not influence the leadership style of these women. The role of the family and childhood 
revealed characteristics of women concerned with others, which leads to a leadership based 
on trust, respect and joint growth. It is important to note that, even in the face of problems 
related to the hierarchical position, experienced in their trajectory, female management in 
startups is not determined by these relationships. Finally, just as Sharif (2018) pointed out in 
its studies, in certain situations, managers also presented more transactional leaderships, 
especially in conditions where employees performed below the expected (penalties 
negotiation cases). 
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No less than important, three major challenges were identified in the performance of 
women entrepreneurs, which are: discrimination regarding their gender; harassment; and 
reconciling the different worlds (work-home-intimacy). Thus, discrimination occurred in the 
same way as pointed out by Diehl and Dzubinski (2016), in which women, despite having 
education, experience and appropriate qualifications for leadership roles, are still 
underrepresented in executive roles. In this sense, Minniti and Naudé (2010) corroborate by 
showing that discrimination about women and their potential is often the result of gender 
beliefs, which affects not only the possibility of becoming an entrepreneur, but also the non-
pecuniary benefits she could obtain from these activities. Regarding harassment, Freitas 
(2001) argues that, with the increase of women in the labor market, there was also an increase 
in their exposure to this conduct. Therefore, the same author points out that this attitude is 
rooted in customs based on male domination, as observed in a context marked by a dominant 
supremacy, as the entrepreneurship field. Finally, the conciliation of activities threatens the 
multiplicity of women’s roles (Alperstedt, Ferreira, & Serafim, 2014), mainly due to the 
overlapping of their various functions in their activities (professional, love and intimate), as 
reported by the respondents. In addition, the study by Arantes et al. (2018) with teachers also 
presented such results. 
To conclude, five aspects can be raised by this research, they are: (i) children’s games 
did not influence women’s leadership, contrary to Mendell’s (1997) approaches; (ii) there was 
not enough evidence to affirm that the dissatisfaction of these women with their career took 
them to the world of entrepreneurship, confirming the results of Mukhtar (2002); (iii) the 
results showed that women’s experiences shaped the way they managed and led their 
subordinates, according to the research by Wang et al. (2011), Guay (2013) and Cunha and 
Spanhol (2014); however, this relationship was due to the inconvenience, that is, they avoided 
taking actions that they had suffered, especially those related to discrimination, machismo and 
harassment; (iv) although the study addresses two cases, it can be argued that there are still 
expectations to prevent the progress of women to leadership positions, corroborating Owen’s 
(2013) findings; and (v) the reports did not present the “queen bee” phenomenon, described 
by Diehl and Dzubinski (2016), especially in cases where new female entrepreneurs emerged 
in male contexts. However, further research must be carried out in order to verify these 
aspects. 
In summary, about the main findings of this study, it can be considered that the results 
indicate that female management values freedom and good relationships, seeking the 
development of employees’ skills (Sharif, 2018). 
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Final considerations 
The purpose of this article was to identify the traits or characteristics of female 
management of startup entrepreneurs. The specific objectives sought to: (i) identify the 
trajectory of women until their arrival to entrepreneur; (ii) identify the leadership style and 
characteristics of the entrepreneurs; and (iii) present the barriers and limitations of 
performance. 
The results indicate that the surveyed women entrepreneurs present a trajectory 
remarked by negative elements such as machismo and doubts about their ability to conduct 
business, counting on family support to overcome these phases. In addition, leadership and 
management seem to present its first traits in their childhood.  
Another point that can be admitted is that even with all the difficulties revealed in the 
trajectory and others still experienced (discrimination, machismo and harassment); these 
women’s way of conducting their business did not reflect fear, insecurity or some imposition. 
The leadership characteristics presented are based on postulates as trust and mutual growth, 
which gives even more relevance to the female posture in the entrepreneurial field nowadays. 
The contributions of this research can be verified to the extent that it corroborates the 
discussions about the form of management and leadership, especially that related to women. 
The topic still needs to be consolidated in the literature and, therefore, such research helps to 
better understand this social phenomenon (Cassol, Silveira & Hoelgebaum, 2007). Exposing 
the trajectory of these women also represents a social advance, as they still face countless 
challenges, fighting for more respect and representation, inside and outside organizations. As 
the most original contribution of the paper, it is possible to point out the analysis of female 
management based on the relation of the trajectory and leadership of women, as well as the 
investigation about female entrepreneurs of startups. 
Finally, it is emphasized the difficulty of access to these women entrepreneurs, with 
the need to reapply this study to a greater number of representatives about the theme, as well 
as to cover other areas of women’s performance, especially the literature counterpoint on the 
negative aspects of management. For future research, there is a need to further understand the 
relationship among women in this sector (since there was some evidence of support groups), 
to understand their existing relationships with their respective husbands within startups and to 
understand the more negative aspects of the way they manage and lead. 
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